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The current research is designed to measure the reasons of the gap (misfit) between the outcome characteristics 
of the private higher education and the job requirements in the private sector in Egypt. Specifically, the reasons 
related to the businessmen are investigated. The study will be applied in the Arab Academy for Science, 
Technology, and Maritime Transport in the following colleges: (1) College of management and technology (2) 
College of engineering and technology (3) College of maritime transport and technology. 
The private sector is one of the most important pillars of national economy of any country, due to its vital role 
represented in pushing the development wheel of the country.  
The private sector openly interacts with society, by getting resources out of it, either financial resources or the 
human power. It provides goods and services to society, so and there is also a mutual benefit between 
businessmen. Businessmen should play their social role in serving the Egyptian society: employing national 
workers is a part of it in addition to contributing to preparing and training the unqualified ones. . The exploratory 
research has shown that the reasons related to businessmen could be divided into five groups: 
1. The effective selection of human resources. 
2. The preparation and training before practicing the job. 
3. The supervision during practicing the job. 
4. The designing and analyzing the job. 
5. The career planning. 
The researcher found that the effective selection of human resources, the preparation and training before 
practicing the job, and the supervision during practicing the job are confirmed by the businessmen' point of view 
to be causes of the gap between the outcome characteristics of the private higher education and job requirements 
in the private sector in Egypt.    
 
1. Introduction 
The most important and critical factor behind the growth and development of any country is its human resources  
(Al Kahtany, 1998), which is defined as the knowledge, education and competencies of the country's individuals 
that can contribute to realizing its national goals. The human Resources of a nation begins with the intellectual 
wealth of its citizens (Bontis, 2004). 
 
Al Kahtany (1998) highlights the importance of efficiently and effectively training the nation's human resources 
with the ultimate goal of meeting the demands and requirements of the labor market. Thus, universities must 
provide learners with the required knowledge, skills, and attitudes to meet the country's urgent need for highly 
trained graduates (Litova, 2000).     
 
It can be said that achieving the fit between labor market requirements, and facilitating the task of having the 
chance for graduates to join suitable vacancies, is something that requires continuous coordination between 
higher education institution and the labor market (Al Kahtany, 1998). 
 
Higher education is today recognized as a capital investment and is of paramount importance for the 
socioeconomic and cultural development of a country, and it is believed that through the high quality of higher 
education, a nation can be transformed into a developed nation. Therefore, the institutions of higher education 
have the responsibility of equipping individuals with advanced knowledge and skills required for different jobs 
that could increase their earnings. Over the last years, most countries have invested huge capital outlays to 
improve their higher education sectors. It was recognized that education contributes to the betterment of the 
quality of life, both on a personal and societal level.. These countries also realized that to be successful nations in 
a highly competitive world, many challenges should be met and defeated. Historically, countries that are the first 
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to develop new research and to introduce new technologies often gain a competitive advantage and can sustain it 
longer than their competitors (Roger, 1994). 
 
Accordingly, in 1997 the National Committee of Inquiry into Higher Education (NCIHE) in the USA reported 
"opportunities to increase programs which help graduates to be familiar with recruiters' requirements". 
Furthermore, in 1998 Blackstone Stated that higher education should give more knowledge about labor market 
requirements. Thus, it is vital that higher education has effective links with the world of work and jobs, where it 
can deliver the skills and knowledge to the graduates. But there are many problems which face the fit process 
between the outcomes of the higher education and the labor market requirements that lead to a gap between them 
(Ghandora, 1997 and Al Kahtany, 1998).  
 
Egyptian universities are not only public universities, but also there are private universities which are considered 
to be playing an effective role in the preparation and training of human resources (Farag, 1999). Moreover, work 
is considered to be the main source of income. Therefore, it is important to make the job opportunities available 
for graduates and fit with his/her field of specialization to ensure their success in practical graduate lives. So, this 
needs cooperation between the universities from one side and the labor market requirements from the other side 
(Al Kahtany, 1998).  
 
For this reason, an exploratory research on the private labor market in Alexandria was conducted by the 
researchers in order to explore reasons of the gap between the outcome characteristics of the private higher 
education with the private labor market requirements in Egypt.  The empirical part of the research has been 
conducted and applied on the Arab Academy for Science & Technology and Maritime Transport "AAST" in 
Alexandria, as it is one of the major private higher educational institutes in Egypt composed of three colleges:  
(a) College of Management and Technology  
(b) College of Engineering and Technology  
(c) College of Maritime Transport and Technology.  
 
2. The Research Problem 
Focus groups were conducted with all of the following groups: (1) a number of top managers, mostly human 
resource managers who are responsible for training in these companies; (2) a number of "AAST" academic staff 
members in the previously mentioned colleges; (3) a number of "AAST" graduates who are working in the 
chosen private sector companies in Alexandria. The researchers concluded that all the participants agreed that 
there is a gap between the outcome characteristics of the private higher education and the private labor market 
requirements in Egypt.  
 
The participants cited some phenomena which illustrate the gap between the outcome characteristics of the 
private higher education and the private labor market requirements in Egypt.  These phenomena include the 
following: 
1- The preparation skills level of the graduate students in the private educational sector is relatively low. 
Respectively, this leads to a need for training students before recruitment.   
2- The number of graduate students in some certain fields is high in comparison to the other specialized fields. 
This leads to widening the employment-outcomes gap, especially in some specific fields such as Business and 
Tourism.  
3- The unemployment job fit, which leads to weakening their skills and knowledge about the job.  
 
This can be considered due to the culture of the community, as the unemployment rate is high.  
Based on the previous discussion, the importance of this study becomes highly apparent, which led the 
researchers to investigate this gap in order to identify its notion and roots. Thus, the research problem is 
formulated in the following main question:  
 
"What are the reasons related to the businessmen that lead to the existence of the gap (misfit) between outcome 
characteristics of the private higher education and job requirements in the private sector in Egypt?"   
 
The private sector is one of the most important pillars of national economy of any country, due to its vital role 
represented in pushing the development wheel of the country. The private sector openly interacts with society, 
by getting resources out of it, either financial resources or the human power. It provides goods and services to 
society, so and there is also a mutual benefit between businessmen. Businessmen should play their social role in 
serving the Egyptian society: employing national workers is a part of it in addition to contributing to preparing 
and training the unqualified ones.  
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The reasons of the gap related to the businessmen are: 
1. Lack of communication channels between businessmen and the academic staff members, which allow 
them to know the business market requirements from the businessmen point of view, which in turn 
leads to unqualified graduates and thus to the wrong selection of the human resource.    
2. Shortage of the businessmen's support and contribution, either financially or intellectually, that leads to 
the un-proper training and qualifying of the graduates before practicing jobs.  
3. Improper supervision and insufficient follow-up on businessmen side towards the fresh graduates during 
their new work. 
4. Jobs are not well designed and analyzed which in turn causes new employees to fail in understanding 
their jobs and hence fail to perform them properly.   
5. Un-planned career for new employees leads to missing the ultimate benefit of them and of their 
capabilities.    
 
3. Research Objective 
     The study aims to achieve the following objectives: 
1. Identifying the reasons behind the gap (misfit) between outcome characteristics of the private higher 
education and job requirements in the private sector in Egypt.  
2. Identifying some techniques which can help minimize this gap.    
3. Discovering the defects in the private higher education outcomes that decrease its ability to satisfy the 
requirements of the private labor market in Egypt. 
4. Locating some techniques which may improve the Egyptian private higher education role in the 
satisfaction of the labor market requirements. 
5. Testing the research hypotheses.   
4. The Research Importance  
 
       The importance of the study stems from two basic dimensions:  
  The theoretical importance   
 
     - This study is considered to be the first study in Egypt that deals with the reasons of the existence of the gap 
between outcome characteristics of the private higher education and job requirements in the private sector in 
Egypt. All the previous studies that dealt with higher education in Egypt were focused on studying how to 
improve the higher education sector using certain tools and techniques.  
     - This study is considered a theoretical framework for many researchers in the future in order to explore the 
real reasons behind the existence of the gap, and a tool for suggesting solutions to minimize this gap.  
    - The study deals with the labor market from all different perspectives, including the universities and colleges, 
the community, graduates and the labor market. Therefore, we can generalize the results of the study over the 
whole higher education sector whether private or public and to make a comparison between them in order to 
know which is better and focus on it to accelerate the higher education improvement cycle in Egypt.  
 
The empirical importance 
The current study has practical importance on the private higher education institutions level, the overall 
higher education level, the Egyptian society and community level, and the level of the private labor market in 
Egypt. For example, on the private higher education institutional level the study can: 
- Improve the performance by discovering the reasons causing the gap between outcome characteristics of the 
private higher education and job requirements in the private sector in Egypt, thus trying to minimize its 
occurrence and solving them.   
- Guide and directing the policies and strategies of the private higher education sector in order to satisfy the 
requirements of the labor market from various majors, skills, experiences and knowledge which must be 
acquired by the graduates in every major.   
- Provide some tools by which private universities can realize the gap between outcome characteristics of the 
private higher education and job requirements in the private sector in Egypt. 
 
5. Research Hypotheses 
After conducting exploratory research and studying previous scientific research in the research field, the 
researcher formulated the following hypothesis as probabilistic causes of the gap between outcome 
characteristics of the private higher education and the job requirements in the private sector in Egypt:   
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H1- There is a relationship between the reasons related to the businessmen in the private sector and the gap 
between outcome characteristics of the private higher education and job requirements in the private sector in 
Egypt. 
 
We can formulate the following sub-hypotheses from this main hypothesis, as follows:  
 
H1.1. There is a relationship between the effective selection of human resources, and the gap between outcome 
characteristics of the private higher education and job requirements in the private sector in Egypt. 
 
H1.2. There is a relationship between the preparation and training before practicing the job, and the gap between 
outcome characteristics of the private higher education and job requirements in the private sector in 
Egypt. 
 
H1.3. There is a relationship between the supervision during practicing the job, and the gap between outcome 
characteristics of the private higher education and job requirements in the private sector in Egypt. 
 
H1.4. There is a relationship between the designing and analyzing of the job, and the gap between outcome 
characteristics of the private higher education and job requirements in the private sector in Egypt. 
H1.5. There is a relationship between the career planning, and the gap between outcome characteristics of the 
private higher education and job requirements in the private sector in Egypt. 
 
6. Literature review 
 
6.1 Selection of the Human Resources  
Today’s management recognizes that manpower is the most important resources of a business; the efficient 
performance of employees is crucial to the success of an enterprise. Employees who stay with the organization 
for several years represent thousands of dollars in investment. Mistakes in hiring are costly not only in terms of 
financial investment but also in loss of productivity, disruption of services and depressed morale. In today’s 
market, there are lots of applicants for every opening. However, finding just the right person for a specific job is 
not easy. Therefore, the greatest need for managers is for a hiring system that does not force them (Kleiner, 
2002). 
 
Selection is the process conducted by the organization to select the best applicant to a job. This applicant is the 
person who has the job specifications and qualifications required more than others. This selection is based on a 
specific criteria determined by the organization (Maher, 2005)  
 
Many may have appropriate training, experience and technical skills; but only a few may process the drive and 
flexibility you are looking for. To find a right person to meet the need of a particular job, understanding the job 
is the first step that helps managers to understand whom they want to hire. Managers can do this by reviewing 
existing job descriptions, talking with the person in the position, and evaluating employees in the job. The job 
description need not be as lengthy as a full job description, but it does need to include whatever information will 
give them a deep understanding of what the job is about. If there is no person in that position, they should talk to 
other employees who hold similar positions and ask them what the job involves (Kleiner, 2002). 
 
The selection criteria express the characteristics and qualifications that should the applicant have. These 
characteristics and qualifications are determined from the job analysis in order to achieve a high level of 
performance of these jobs which include the educational level, experience, body, personality, knowledge and 
skills (Maher, 2005) 
 
Kleiner (2002) reported that different jobs require different personality types; therefore, the next step for 
managers is to know how to get the right person. The following are some personality traits, in three profile 
categories: personal profile, professional profile, and business profile; that should be considered and evaluated 
by managers during an interview. Any or all could be important for the job that managers are trying to fill 
In today's competitive environment companies are starting to realize the increasing importance of hiring. The 
first step to effective hiring is to draft a job description. This process will force the employee to identify who is 
needed and why. It may be helpful to ask existing personnel in similar positions to describe their daily tasks. 
They may have a better understanding from performing the job day- today as to what will be needed to perform 
the job successfully. Experts, who study trends in hiring, find that most employers regardless of size or industry 
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look for the same basic skills when hiring. Believe it or not, you are most likely to develop these competencies 
during college; they include (Hou and Kleiner, 2002):   
• Critical thinking.  
• Communication. 
•  Visionary qualities.  
• Self- motivation. 
•  Proficiency with information.  
• Globally- minded.  
• Team work.  
 
6.2 Preparation and Training before Practicing the Job  
 
Preparing and training of the nation's workforce is at the core of a strong economy. This is especially true in 
today's climate of high technology, e-commerce, real time demand, and intense global competition for market 
share. The focus of a productive workforce is never far from the discussion of economic success (Harvey, 2001). 
 
Katz and Kahn (1978) addressed that "Training is so general word that it should be immediately qualified". The 
rationale for this statement is the view that there exists a close relationship between training, education and 
development, both operationally and conceptually. It is also due to the availability of various similar 
instructional methods and techniques of training and education (e.g. lectures seminars). However, throughout the 
literature training is almost similarly defined by various authors. "Training serves to help increase upward 
mobility within the organization, to adjust workers to the technological changes affecting the workplace, and 
often simply to introduce people to the world of work at the entry level" (Deutsch, 1979).  
 
The advantages of organizational training activities may extend throughout a person's entire career and may help 
develop the individual for future responsibilities. Training, then involves the development of the person's 
knowledge, skills and attitudes (Reilly, 1979). It is a human resource developmental activity that is closely 
related to increasing or maintaining the productivity of employees (Klinger and Nalbandian, 1985).  
 
The most commonly used definition of training was given by Nadler and Wiggs (1986): "Training activities 
focus in learning the skills. Knowledge and attitudes required to initially perform a job or task or improve upon 
the performance of current job or task. 
There are four main characteristics in most of the definitions of training found in the literature: 
 
1- Training is a learning experience for both the individual as well as the organization.   
2- Training is a total for behavioral and/ or attitudinal change.   
3- Training is concerned with equipping and/ or exposing personnel to a new set of knowledge and skills; 
and.  
4- Organization productivity is undoubtedly the ultimate objective of any training system, and is achieved 
by increasing the potential performance of individuals.  
 
Therefore, Training is defined as a planned learning system aimed at attitude and/ or behavioral change by 
equipping individuals with desired knowledge and skills in order to maximize his/ her potential performance 
and; therefore, increase organization productivity (Akhayat and Elgamal, 1997).  
 
Today's graduating school students face the task of becoming adapted to labor in the new economic conditions, 
socially and psychologically. It is the school that must help the student to develop specific skills needed for 
occupation (Litova, 2000). Occupation of specific skills is those skills needed to work in particular occupation. A 
workers occupation specific skill can range from beginner or entry level to expert levels. You will find 
references to specific skills that are required in various occupations in the occupational profiles that follow in 
this publication. These skills are obtained through on- the job training and experience as well as specialized 
education or training. You will need to evaluate whether the occupation- specific skills being taught in 
educational and training programs match the demands of the labor market and your career goals (Work Futures 
British Columbia Occupational Outlooks, 2000.).  
 
Implementation of the comprehensive programs for preparing and training school students for labor is having a 
positive effect on their interests, motives and fostering the development of their personality (Litova, 2000).  
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Programs taught at colleges, institutes and universities which teach specific skills that can be directly applied to a 
particular occupation are referred to as applied programs and include education programs (Work futures British 
Columbia Occupational outlooks, 2000. edition).  
 
Training on the whole continues to be an essential element for organizations striving for excellence. With the 
new emerging organizational reality where change, competition, workforce demographic changes and business 
upheavals are eminent, training and development are becoming ever more an important method that equips 
organizations with the flexibility, adaptability and durability required for survival (Alkhayyat and Elgamal, 
1997). 
 
Development and training are terms used with slightly different meanings. Some authors distinguish between 
training and development using criteria of time. Werther and Davis (1985) Reviewed training as a short term 
organization concern which involves helping employees to execute their job. Development on the other hand is 
concerned with an employee’s future responsibilities and/or job. Training is short term, it focuses on the 
employee learning the skills, knowledge and attitudes required to perform a job or unimprove on the 
performance of a current job or task (Alkhaya and Elgamal, 1997).  
 
6.3 Supervision during Practicing the Job 
 
There are several interpretations of the term "supervision", but typically supervision is the activity carried out by 
supervisors to oversee the productivity and progress of employees who report directly to the supervisors. For 
example, first-level supervisors supervise entry-level employees. Depending on the size of the organization, 
middle-managers supervise first-level supervisors; chief executives supervise middle-managers, etc. Supervision 
is a management activity and supervisors have a management role in the organization (McNamara, 2005). 
The person assigning cases, organizing work and taking decisions on behalf of the agency was basically an 
'overseer' - and hence the growing use of the term "supervisor". As Peters (1969) has pointed out, traditionally, 
part of the overseer's job was to ensure that work was done well and to standard. This can be viewed as an 
administrative task. However, overseers also had to be teachers and innovators. These were new forms of 
organization and intervention: "standards were being set, new methods developed". 
 
Going back to the earlier commentators such as John Dawson (1926) who stated the functions of supervision in 
the following terms: 
 
Administrative- the promotion and maintenance of good standards of work, co-ordination of practice with 
policies of administration, the assurance of an efficient and smooth-running office; 
 
Educational- the educational development of each individual worker on the staff in a manner calculated to evoke 
her fully to realize her possibilities of usefulness; 
 
 And Supportive- the maintenance of harmonious working relationships, the cultivation of esprit de corps. 
  
It is a short step to translate these concerns into the current language of the "learning organization". As Salaman 
(1995) argues, managers must have a concern for both performance and learning. 
 
The essentially managerial aspect of managers’ work is their responsibility for monitoring and improving the 
work of others; their managerial effectiveness is determined by their capacity to improve the work of others. If 
managers are not able to make this contribution, then what value are they adding? The only ultimate justification 
of managers’ existence is the improvement of the work of their subordinates. If managers fail in this way they 
fail as managers (Smith, 2005). 
 
Kadushin (1992) tightens up on Dawson's formulation and presents his understanding of the three elements in 
terms of the primary problem and the primary goal. In administrative supervision the primary problem is 
concerned with the correct, effective and appropriate implementation of agency policies and procedures. The 
primary goal is to ensure adherence to policy and procedure the supervisor has been given authority by the 
agency to oversee the work of the supervisee. This carries the responsibility: 
In educational supervision the primary problem for Kadushin (1992) is worker ignorance and/or ineptitude 
regarding the knowledge, attitude and skills required to do the job. The primary goal is to dispel ignorance and 
upgrade skill. The classic process involved with this task is to encourage reflection on, and exploration of the 
work. Supervisees may be helped to: 
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Understand the client better; become more aware of their own reactions and responses to the client; understand 
the dynamics of how they and their client are interacting; look at how they intervened and the consequences of 
their interventions; explore other ways of working with this other similar client situations. 
  
In supportive supervision the primary problem is worker morale and job satisfaction. The primary goal is to 
improve morale and job satisfaction (Kadushin 1992). Workers are seen as facing a variety of job-related stresses 
which, unless they have help to deal with them, could seriously affect their work and lead to a less than 
satisfactory service to clients. For the worker there is ultimately the problem of 'burnout'. 
 
Kadushin argues that the other two forms of supervision focus on instrumental needs, whereas supportive 
supervision is concerned with expressive needs. The supervisor seeks to prevent the development of potentially 
stressful situations, removes the worker from stress, reduces stress impinging on the worker, and helps her adjust 
to stress. The supervisor is available and approachable, communicates confidence in the worker, provides 
perspective, excuses failure when appropriate, sanctions and shares responsibility for different decisions, 
provides opportunities for independent functioning and for probable success in task achievement.  
 
6.4 Designing and Analyzing the Job 
 
To do an excellent job, you need to fully understand what is expected of you. While this may seem obvious, in 
the hurly-burly of a new, fast-moving, high-pressure role, it is oftentimes something that is easy to overlook. By 
understanding the priorities in your job, and what constitutes success within it, you can focus on these activities 
and minimize work on other tasks as much as possible. This helps you get the greatest return from the work you 
do, and keep your workload under control. Job Analysis is a useful technique for getting a firm understanding on 
what really is important in your job so that you are able to perform excellently. It helps you to cut through clutter 
and distraction to get to the heart of what you need to do, (MindTools, 2005). 
Recognizing the changing nature of work, many researchers and parishioners conduct "work" analysis, focusing 
on tasks and cross functional tasks of workers, rather than "Job" analysis with its focus on static jobs. Work/job 
analysis now include personality variable alongside traditional cognitive, behavioral, and situational variables, 
(Hough, 2000).  
 
Job analysis can be defined as the determination of the essential activities and characteristics of a job in order to 
produce a job specification. A job specification is a written statement of the essential characteristics of a job 
including necessary qualifications, duties, responsibilities and degree of authority of the job holder, (Maher, 
2005). 
 
The purposes for which a job analysis is required can be, (Byars and Rue, 1993): 
 
• to establish criteria for selection and performance appraisal,  
• to establish training and development programs,  
• for job evaluation  
• remuneration purposes,  
• to assist in job design, and  
• for organizational restructuring and development purposes 
• for work simplification.  
• for promotion and rotation 
• for manpower planning 
 
It is worth noting that, job analysis is used for three important purposes in the employment process (Advancing 
Employee Productivity, 2005). 
 
First, it provides information for compiling job descriptions. A Job description typically contains a brief 
summary of the nature of the job, and lists the duties and responsibilities thereof.  
 
Second, job analysis assists in the compiling of job specifications. Job specifications set out the traits and 
characteristics considered to be essential for successful job performance. These include education level, relevant 
experience, skill level or physical characteristics. Job descriptions and specifications are generally used in 
combination for recruitment purposes. They enable accurate information dissemination, which, in turn, 
maximizes the number of appropriate applicants.  
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The third purpose, for which job analysis is used, is in the development of selection criteria, criterion measures 
and predictors. 
Job design is the determination of the method of performing work, the kind of the required activities and tasks, 
the responsibilities, the technical tools used, the nature of the relationships existing in the job, and the 
environment surrounding the work condition. Job design affect five main aspects of the job, which are: the extent 
of diversification in the skill required for the job; the extent of performing a complete job; the importance of the 
job and its impact in performing another tasks; the degree of freedom related to the job; the extent of providing 
the employee with a continuous flow of information related to the progress and the performance of the job. It is 
worth noting that the first four items affect the feeling of the employee for the importance of his job, while the 
fourth item affect the feeling of freedom and responsibility, where the fifth item affect the feeling of knowledge 
of what happen, (Hackman and Oldham, 1980). 
 
Job description is the tangible outcome of the job analysis. It is a written detailed definition of the job, its 
objectives, nature, tasks, responsibility, and qualifications of the employee. A well defined job description 
should contain the qualifications, fundamental and non fundamental job functions. The qualifications will 
include required certifications, education, experience and necessary skills. To avoid excluding certain groups of 
applicants, you may want to explain education may be substituted for experience or vice versa. 
 
 An effective job description will help provide a guideline when interviewing. The job description will assist in 
determining if the applicant is qualified or not, (Maher, 2005).  
The Job analysis differs from the job description, in that job description usually appears in narrative form, lists 
the kind of tasks employees perform, and define the job's place within the organization. In contrast, the job 
analysis is a process that involves current employees as well as supervisor, and in some cases, subordinates and 
clients, entails a breakdown of the nature, extent, frequency, and importance of specific types of behavior that 
characterize the job (e.g., ability to negotiate, manage tasks, or handle certain types of situations). Other words, 
job analysis identifies certain characteristics, such as the ability to analyze particular problems or the ability to 
read, interpret, and apply a department rule or regulation to a practical situation, (Cosner, 2000).    
 
6.5 Career Planning 
A career is a process of development of the employees along a path of experience and jobs in the organization. 
This definition reflects the notion at career in a more comprehensive way than the usual definitions in use 
because of the internal balance between the organizational and individual aspects. This difference was noted by 
Storey (1976) who tried to distinguish between the two categories. He called the individual level approach 
"career planning"; while the organizational level approach was termed "career managing" it seems however, that 
this terminology does not fit the nature of career processes. The individual also has self career management 
activities (i.e. responding to job posting, changing profession) whereas the organization has, in additions 
planning activities. Nevertheless there is a difference between these both approaches (Baruch, 1996).  
 
During the last few decades, career planning and management has operated to be one of the fastest developing 
areas in the field of human resource management (HRM). This holds true for theoretical research as well as 
practical purposes. Halletz (1986) emphasized the importance of career techniques and activities and the 
increasing efforts to apply them exerted by top management in many organizations in several, organizations are 
taking more responsibility within the area.  
 
The management of the new age organization is confronted with a variety of challenges. Changes, such as 
business re-engineering processes, restructuring, flattening, and downsizing or others, bring innovation and 
progress, but they also bring chaos to the management of people in the workplace. Much of this recreation is 
involved with the reduction of employee numbers and career opportunities as we knew them in the past. New 
concepts such as the ``boundaryless career'' catch the attention of scholars and managers alike. The bureaucratic 
framework within which    long-term career planning was feasible is being abandoned by both organizations and 
individuals. New concepts are sought, while it is clear that the old paradigms in career management will no 
longer fit the future organization (Herriot and Pemberton, 1995; Peiperl and Baruch, 1997). 
 
Primary processes which occur as a result are a reduction in the number of employees' at all hierarchical levels, 
and the elimination of managerial layers. No matter whether it is called downsizing or rightsizing, economic 
constraints and fierce competition cause organizations to become lean and mean. Among other developments 
which will certainly continue to have a strong impact on the management of people at work is the trend of 
internationalization or globalization of businesses and technological innovations (Baruch, 1999). 
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Pazy (1986) suggested that there is scope for studying organizational activities concerning career management. 
An appropriate career management program according to Pazy, can contribute to organizational effectiveness. A 
survey by Storey et al (1991) emphasized that in many cases- career planning is done mainly by the organization 
and the individual has very little effect on it.  
 
Career Planning and Management (CPM), by this term, we mean a comprehensive approach to all the activities 
and techniques facilitated by the organization which are concerned with the career development of its 
employees. These include two main aspects: the planning (i.e. preparing for the future) and management (i.e. 
operating and activating those plans), as seen and performed from the organizations point of view (Baruch, 
1996).   
 
The importance and prominence of organizational CPM as part of HRM has been recognized by many scholars 
(Hall, 1986; Gutteridge, 1986; Leach, 1977; Van Mannen and Schein, 1977; Schein, 1978; Mayo, 1991). 
However, the theoretical base of organizational career management is still considered quite thin (Arthur et al., 
1989; Gunz and Jalland, 1996). Few conceptual works or theoretical models have focused on career theory. 
Sonnenfeld and Peiperl (1988) suggested the examination of career systems according to two dimensions: supply 
flow, which refers to the labor markets wherein organizations look for managerial potential (i.e. internal versus 
external labor markets); and assignment flow, which reflects the basis for development and promotion.  
 
A new, comprehensive model of career system was offered by Herriot and Pemberton (1996), at the core of 
which, is the fit between individual needs and aspirations and organizational requirements. Much of the literature 
on career has focused on the individual view whereas there is an acute lack of theoretical formulation of 
organizational practices. One exception is the Baruch and Peiperl model which was developed following an 
empirical investigation, forming a bond among a variety of organizational career practices (Baruch, 1999). 
 
7.1 Research Methodology 
 
To deal with any problem or specific phenomenon, one should first precisely realize the main reasons behind 
such problem, so as to find the right way to solve it. This is what the researcher is seeking in this part of the 
research.  
 
The researcher carried out an exploratory research to come up with the reasons that lead to the deficiencies in the 
private higher education outcomes to fulfill the labor market requirements in the Arab Republic of Egypt, by 
using a focus group with a sample consisting of three categories of people: 
1. Businessmen and top managers. 
2. The academic staff members of the Arab Academy for Science & Technology    "AAST" in the colleges 
of Management & Technology, Engineering & Technology, and Maritime Transport & Technology 
excluding maritime department. 
3. The graduates of these colleges, working in the private sector. 
As they are concerned with the research problem, the researchers tried to reach the reasons, leading to such 
problem from their points of view.  
By carefully analyzing the results of the focus group, the researcher found that all responsible parties agreed 
upon a group of reasons leading to the failure of the private higher education to fulfill the labor market 
requirements in Egypt. They classified the reasons related to businessmen into five main groups which are: 
 
1. The effective selection of human resources. 
2. The preparation and training before practicing the job. 
3. The supervision during practicing the job. 
4. The designing and analyzing the job. 
5. The career planning. 
 
7.1 Study Variables and their Measurements 
This research includes two types of variables: The dependent variable and the independent ones.   
Dependent Variable:  
The dependent variable in the present study is the gap between the outcome characteristics of the private higher 
education and the job requirements in the private sector in Egypt. This gab was measured through using six 
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statements to measure the fit or miss-fit between the outcome characteristics of the Arab Academy for Science & 
Technology and the job requirements in the private sector in Egypt. A five-point likert scale was used to measure 
this gap ranging from "strongly disagree" (1) to (5) "strongly agree".  
 
Independent Variables:  
This group of variables can be measured by five sub-variables which in turn, were measured using five 
statements, to measure the relationship between businessmen in the private sector and the gap. A five-point 
Likert scale was used to measure these variables ranging from "strongly disagree" (1) to (5) "strongly agree". 
These variables are: 
  
1. Effective selection of human resources was measured by using one statement. 
2. Preparation and training before practicing the job was measured by using one statement.  
3. Supervision during practicing the job was measured by using one statement.  
4. Designing and analyzing the job was measured by using one statement.  
5. Career planning was measured by using one statement.  
 
7.2 The Population of the Study 
The population of this study is the businessmen who represent the private business sector in Alexandria in the 
following sub-sectors:  
1. The services sector.  
2. The commercial sector.  
3. The production sector.  
 
The following Table refers to the number of the private sector companies in  
Alexandria:  
Table (1)  
Number of the private sector companies in Alexandria 
Sector  No. of Companies 
The services sector 147 
The commercial sector 82 
The production sector 382 
Total 611 
Source: (Directory of private sector companies in Alexandria, 2005-2006).  
 
Table (1) shows that the total number of the private sector companies in Alexandria for the services, commercial, 
and production sectors is 611 companies, according to the directors of Egyptian companies (2005-2006).  
 
It was also clear from observation methods that the number of managers directly in contact with new entries is 
about three managers in every company; therefore, the total number of businessmen contact with new entries in 
the private sector companies in Alexandria is 1833 (3 manager x 611 company) businessman.  
 
7.3 The Sample of the Study 
 It was found that the census method cannot be used in this study due to the large size of the study's population. 
Therefore, the researchers depended on the sampling method to save time, effort and costs. 150 managers are 
selected to represent the sample of the study. 
 
The sample that the questionnaire will be applied on was selected based on choosing the least possible error that 
does not exceed 10%. The characteristics of the sample were chosen to reflect the following characteristics of 
businessmen: 
 
- The ones who own or work in the private sector in Alexandria.  
- The ones who have Academy postgraduates working with them.  
- The ones who accepted giving data and information to the researcher 
 
7.4 Research Instrument: The Questionnaire   
A questionnaire is designed to collect the data of the study. This questionnaire includes five sections:  
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Section one includes the demographic characteristics: work, position, number of years spent in work, and the 
educational level. 
 
Section two includes seventeen statements, which are used to measure six variables, the five variables related to 
universities themselves. These variables are:  
• The policies of the higher education system are measured using four statements.  
• The qualifications of the academic staff members are measured using four statements.  
• The higher educational techniques and tools are measured using two statements.  
• The availability of resources and capabilities is measured using one statement.  
• The fit between the academic courses and labor market requirements is measured using three 
statements.  
 
And one variable related to the Egyptian society that is the private higher education perspective in Egypt is 
measured using three statements. Five point Likert scale is used on all statements.  
  
Section three includes five statements to measure the aspects of failure in the private higher education outcomes 
in Egypt. Five point Likert scale is used on all statements.   
 
Section four includes five statements to measure which techniques must be used to face the problem of failure in 
the private higher education outcomes in Egypt from the business point of view. Five point Likert scale is used 
on all statements. And at the same time dichotomous scale is used on all statements to know whether 
businessmen are using these techniques or not.    
 
Section five includes six statements, to measure the dependent variable which is the fit (miss-fit) between 
outcome characteristics of the private higher education and job requirements in the private sector in Egypt. Five 
point Likert scale is used on all statements.  
 
8. Data analysis and results 
 
Firstly, reliability analysis is used to test the reliability of the questionnaire. Chronbach's Alpha is calculated for 
each variable and for the overall questionnaire. The overall reliability was 0.871 which is greater than greater 
than 0.7; the researchers concluded that the questionnaire is reliable. Also the Chronbach's Alpha are calculated 
for each variable separately, all values are greater than 0.75. 
   
 
Secondly, the normally test is performed to determine whether a parametric or nonparametric test is used. To 
check the normally, the (P.P.) plot is used. Some variables are proved to be normal while, other showed some 
deviation from normality. In the first case, the t. test (as a parametric test) is used; in the second case, the 
Kolmogorov and Smirnov (KS) test and MW (as nonparametric tests) are used.  
 
8.1 Testing the First sub-Hypothesis (H4-1)  
 
To test this sub-hypothesis, the researchers collected the opinions of the businessmen of the private sector in 
Egypt about the effective selection of human resources. The businessmen are asked if the effective selection of 
the human resources is considered one of the suggested techniques to be used to reduce the gap or not. Also, they 
have been asked if they used this technique or not. 
The chi-square test is performed to generalize the usage of the technique. In this test, the hypotheses are: 
H0: No = Yes = 50%    
H1: Otherwise 
Table (2) shows the observed and the expected frequency of the test. The null hypothesis H0 is rejected with 
significance zero (less than 0.05), see Table (2). Therefore, the researcher concludes that the percentages are not 
equal. From Table (2), the residual for the businessmen who used the techniques is positive, while the residual 
for the others is negative. This means that the percentage of the businessmen who used the technique is generally 
greater than the percentage of the businessmen who do not use it.   
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Table (2)  
the observed and the expected frequency for the effective selection of human resources 
 
Table (3)  
the results of the chi-square test 
 
In summary, the researcher can conclude that the effective selection of human resources is considered one of the 
techniques that can be used to reduce the gap, and that this technique is used by the majority of businessmen. 
Therefore, there is a relationship between the effective selection of human resources, and the gap between 
outcome characteristics of the private higher education and job requirements in the private sector in Egypt. 
 
8.2 Testing the Second sub-Hypothesis (H4-2)  
 
To test this sub-hypothesis, the researcher collected the opinions of the businessmen of the private sector in 
Egypt about the preparation and training before practicing the job. The businessmen are asked if the preparation 
and training before practicing the job is considered one of the suggested techniques to be used to reduce the gap 
or not. Also, they have been asked if they used this technique or not. 
The chi-square test is performed to generalize the usage of the technique. Table (4) shows the observed and the 
expected frequency of the test. The null hypothesis H0 is rejected with significance zero (less than 0.05), see 
table (3). Therefore, the researcher concluded that the percentages are not equal. From Table (4), the residual for 
the businessmen who used the techniques is positive, while the residual for the others is negative. This means 
that the percentage of the businessmen who used the technique is generally greater than the percentage of the 
businessmen who do not use it.   
Table (4)  
the observed and the expected frequency for the preparation and  
training before practicing the job technique 
 
In summary, the researcher can conclude that the preparation and training of candidates before practicing the job 
is considered one of the major techniques that can be used to reduce the gap, and this technique is used by the 
majority of businessmen. Therefore, there is a relationship between the preparation and training before practicing 
the job, and the gap between the outcome characteristics of the private higher education and the job requirements 
in the private sector in Egypt. 
8.3 Testing the Third sub-Hypothesis (H4-3)  
 
To test this sub-hypothesis the researcher collects the opinion of the businessmen of the private sector in Egypt 
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the job is considered one of the suggested techniques to be used to reduce the gap or not. Also, they have been 
asked if they used this technique or not. 
The chi-square test is performed to generalize the usage of the technique. Table (5) shows the observed and the 
expected frequency of the test. The null hypothesis H0 is rejected with significance zero (less than 0.05), see 
table (3). Therefore, the researcher concluded that the percentages are not equal. From Table (5), the residual for 
the businessmen who used the technique is positive, while the residual for the others is negative. This means that 
the percentage of the businessmen who used the technique is generally greater than the percentage of the 
businessmen who do not use it.   
Table (5) 
The observed and the expected frequency for the supervision  
during practicing the job 
 
In summary, the researcher can conclude that the supervision during practicing the job is considered one of the 
techniques that can be used to reduce the gap, and this technique is used by the majority of businessmen. 
Therefore, there is a relationship between the supervision during practicing the job, and the gap between 
outcome characteristics of the private higher education and job requirements in the private sector in Egypt. 
 
8.4 Testing the Fourth sub-Hypothesis (H4-4)  
 
To test this sub-hypothesis, the researcher collected the opinions of the businessmen of the private sector in 
Egypt about the designing and analyzing the job. The businessmen are asked if the designing and analyzing the 
job is considered one of the suggested techniques to be used to reduce the gap or not. Also, they have been asked 
if they used this technique or not. 
The t-test is performed to check the significance of this opinion. The calculated t-statistic is 7.637 (greater than 
1.645) and the significance is zero, see Table (6). Therefore, the researcher rejects the null hypothesis that the 
businessmen disagree that the designing and analyzing the job is considered one of the suggested techniques to 
be used to reduce the gap. 
Table (6)  
the t-test results 
 
The chi-square test is performed to generalize the usage of the technique. Table (7) shows the observed and the 
expected frequency of the test. The null hypothesis H0 is accepted with significance 0.870 (greater than 0.05), 
see table (3). Therefore, the researcher concluded that the percentages are approximately equal. This means that 
the percentage of the businessmen who used the technique is generally equal to the percentage of the 
businessmen who do not use it.   
Table (7)  
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In summary, the researcher can conclude that the designing and analyzing the job is not confirmed to be one of 
the techniques that can be used to reduce the gap, and this technique is used by approximately 50% of the 
businessmen. Therefore, there is no clear relationship between the designing and analyzing the job, and the gap 
between the outcome characteristics of the private higher education and the job requirements in the private sector 
in Egypt. 
 
8.5 Testing the Fifth sub-Hypothesis (H4-5)  
 
To test this sub-hypothesis the researcher collected the opinions of the businessmen of the private sector in Egypt 
about the career planning. The businessmen are asked if career planning is considered one of the suggested 
techniques to be used to reduce the gap or not. Also, they have been asked if they used this technique or not. 
The t-test is performed to check the significance of this opinion. The calculated t- statistic is 4.220 (greater than 
1.645) and the significance is zero, see Table (8). Therefore, the researcher rejects the null hypothesis that the 
businessmen disagree that career planning is considered one of the suggested techniques to be used to reduce the 
gap  
 
Table (8)  
the t-test results 
 
 
The chi-square test is performed to generalize the usage of the technique. Table (9) shows the observed and the 
expected frequency of the test. The null hypothesis H0 is accepted with significance 0.142 (greater than 0.05), 
see table (3). Therefore, the researcher concluded that the percentages are approximately equal. This means that 
the percentage of the businessmen who used the technique is generally equal to the percentage of the 
businessmen who do not use it.   
Table (9)  
the observed and the expected frequency for the career planning 
 
In summary, the researcher can conclude that the career planning is not confirmed to be one of the major 
techniques that can be used to reduce the gap, and this technique is used by approximately 50% of the 
businessmen. Therefore, there is no clear relationship between the career planning, and the gap between the 
outcome characteristics of the private higher education and the job requirements in the private sector in Egypt. 
From the previous analysis, the researcher can conclude that the effective selection of human resources, 
preparation and training before practicing the job, and supervision during practicing the job, are confirmed from 
the businessmen’s point of view to be causes of the gap between the outcome characteristics of the private higher 
education and the job requirements in the private sector in Egypt. While, there is no conclusive opinion that 
designing and analyzing the job and career planning are causes of the gap. 
 
Therefore, there is a relationship between the reasons related to the businessmen in the private sector, and 
the gap between the outcome characteristics of the private higher education and the job requirements in 
the private sector in Egypt 
 
9. Discussion 
The study aims at knowing the reasons leading to the gap (miss-fit) between the outcome characteristics of the 
private higher education and job requirements in the private sector in Egypt, identifying some techniques which 
lead to minimize this gap, knowing the drawbacks in the private higher education outcomes to satisfy the 
requirements of the private labor market in Egypt, and reaching some techniques which may improve the private 
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higher education to play its role in the fulfillment of the labor market requirements. 
Table (10) shows the research hypotheses and its results 
Table (10)  
the research hypotheses and the results of hypotheses test 
Hypothesis results 
H1 There is a relationship between reasons related to the 
businessmen in the private sector and the gap between the 
outcome characteristics of the private higher education and 
job requirements in the private sector in Egypt. 
Was partially supported by 
academics’ and businessmen’s point 
of view. 
 
H1.1 There is a relationship between the selection of human 
resources, and the gap between the outcome characteristics 
of the private higher education and job requirements in the 
private sector in Egypt. 
Was fully supported by academics’ 
and businessmen’s point of view. 
 
H1.2 There is a relationship between the preparation and training 
before practicing the job, and the gap between the outcome 
characteristics of the private higher education and job 
requirements in the private sector in Egypt. 
Was fully supported by academics’ 
and businessmen’s point of view. 
 
H1.3 There is a relationship between the supervision during 
practicing the job, and the gap between the outcome 
characteristics of the private higher education and job 
requirements in the private sector in Egypt. 
Was fully supported by academics’ 
and businessmen’s point of view. 
 
H1.4 There is a relationship between the designing and analyzing 
the job, and the gap between the outcome characteristics of 
the private higher education and job requirements in the 
private sector in Egypt. 
Was not supported by academics’ 
and businessmen’s point of view. 
 
H1.5 There is a relationship between the career planning, and the 
gap between the outcome characteristics of the private 
higher education and job requirements in the private sector 
in Egypt. 
Was not supported by academics’ 
and businessmen’s point of view. 
 
 
The research hypothesis measures the relationship between reasons related to the businessmen in the private 
sector, and the gap between the outcome characteristics of the private higher education and job requirements in 
the private sector in Egypt. To test this hypothesis, the researcher tested five sub-hypotheses which represent the 
reasons related to the universities which can be considered causes of the gap. 
 
For the first sub-hypothesis, which measures the effect of the selection of human resources on the gap, the 
researcher found that the selection of human resources is considered one of the techniques that can be used to 
reduce the gap and this technique is used by the majority of businessmen. Therefore, there is a relationship 
between the selection of human resources, and the gap between the outcome characteristics of the private higher 
education and job requirements in the private sector in Egypt. 
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For the second sub-hypothesis, which measures the effect of the preparation and training before practicing the 
job on the gap, the researcher found that the preparation and training before practicing the job is considered one 
of the techniques that can be used to reduce the gap and that this technique is used by the majority of 
businessmen. Therefore, there is a relationship between the selection of human resources, and the gap between 
the outcome characteristics of the private higher education and job requirements in the private sector in Egypt. 
 
For the third sub-hypothesis, which measures the effect of the supervision during practicing the job on the gap, 
the researcher found that the supervision during practicing the job is considered one of the techniques that can be 
used to reduce the gap and that this technique is used by the majority of businessmen. Therefore, there is a 
relationship between the supervision during practicing the job, and the gap between the outcome characteristics 
of the private higher education and job requirements in the private sector in Egypt. 
 
For the fourth sub-hypothesis, which measures the effect of the designing and analyzing the job on the gap, the 
researcher found that the designing and analyzing the job is not confirmed to be one of the techniques that can be 
used to reduce the gap and that this technique is used by approximately 50% of businessmen. Therefore, there is 
no a clear relationship between the designing and analyzing the job, and the gap between the outcome 
characteristics of the private higher education and job requirements in the private sector in Egypt. 
 
For the fifth sub-hypothesis, which measures the effect of the career planning on the gap, the researcher found 
that the career planning is not confirmed to be one of the techniques that can be used to reduce the gap and that 
this technique is used by approximately 50% of businessmen. Therefore, there is no a clear relationship between 
career planning, and the gap between outcome characteristics of the private higher education and job 
requirements in the private sector in Egypt. 
 
From the previous analysis, the researcher can conclude that the selection of human resources, the preparation 
and training before practicing the job, and the supervision during practicing the job are confirmed by the 
businessmen’s point of view to be causes of the gap between the outcome characteristics of the private higher 




For the reasons related to the businessmen in the private sector in Egypt, the researcher observed that the 
selection of human resources, the preparation and training before practicing the job, and  the supervision during 
practicing the job are considered causes of the gap from the academic staff members’ and businessmen’s point of 
view. Besides, their application can reduce the gap. 
 
With respect to graduates, the researcher found that most of them faced problems when they started their 
practical life and they can overcome these problems individually, by the help of management or by both through 
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 ثانیا ً: أسباب قصور مخرجات التعلیم الجامعى الخاص فى مصر                        
 
التعلیم الجامعى الخاص فى الوفاء بمتطلبات سوق العمل الخاص بمصر والمراد  * ھناك العدید من الأسباب التى تؤدى إلى قصور مخرجات 
" أمام كل سبب من الأسبــــــــاب المدرجة 5" إلى "1تحدیــــد وجھة نظرك حول الأسبــــاب التى تؤدى إلى ھذا القصور وذلك بإختیار رقم من "
والأرقام بین القضبین المتناقضین تشیر إلى درجات  " یعنى أوافق تماما5اما ً ورقم "" یعنى لا أوافق تم1بالجدول التالى، مع العلم بأن رقم "
  .مختلفة من الموافقة وعدم الموافقةً 
 gro.etsii.www                                                                                                                           seidutS naisA dna nacirfA fo lanruoJ lanoitanretnI





























 قصر مدة التعلیم ) عدد سنوات الدراسة ( 1 2 3 4 5
 1
















، التى تفرض على مجــــــــــال التخصص ـة إختیــــــارــــــطریقـ
د ــــــــــة التى تمكنھ مــن تحدیـــــالذى لا یملك الخبرة الكافی)الطالــــب 
ـــات معینة إعتمادا ًعلى ــــــتحاق بكلیالإل، (ـــھ وإكتشاف مھارتــــھـــمیول













تاریخ القبـــول، حیث یفرض النـــظام الحــــالى بالجامعات ضرورة أنتظام 











 لـــــــــالعم عن متطلبات سوق اء ھیئة التدریســـــــــأعض فكرإنعزال 
 عند وضع المقررات التعلیمیــــــة التى یقومون بتدریسھا
 5
أعضـاء ھیئـــة التــدریس، وإفتقارھم إلى القدرة  تأھیل ضعف مستوى 1 2 3 4 5












والأنسانیة فى عدم إھتمام أعضـــــاء ھیئـــة التدریس بالنــواحى التربویة 
تعاملھم مع طــــــلاب الجــامعة مما یــــؤدى إلى ضعف الإتصـال بین 
  إختفاء دور الأستاذ كمثل أعلىبالتالى الأستــــاذ والطالب و
 7
 8 عدم وعى أعضاء ھیئة التدریس بدورھم نحو المجتمع 1 2 3 4 5













الإعتمــاد بشكل أســاسى على أســــــلوب المحاضــــرة فى التعلیم 
الجامعى الذى یعتمد على أســــلوب التلقین والحفظ، مما لا یتــــرك فرصة 













محدودیـــة الإمكانیــــات المــــادیة المتاحة للتعلیم الجامعى الخاص ) 
الموازنــــات والدعم المــــالى المخصص من قبل الدولــة ورجال 
  الوسائط التعلیمیةالأعمـــال (، مما یؤثر سلبیا ًعــلى مستوى 
 11
 21 عدم مواكبة مناھج التعلیم الجامعى لمتطلبات سوق العمل  1 2 3 4 5
التركیز على النــــواحى النظریــــــة فى المقررات وإغفــال النواحى  1 2 3 4 5
 العملیة 
 31


















على أنھا ذات وضع  ـــــاتــنظـــرة المجتمع إلى بعض التخصصــ
ـؤدى إلى تكالب المتقدمین علیھا بدافـع ـ، ممـــــا یـإجتماعى أفضل

















أنھا منـارات فكریة للعلم ولا یجب نظــرة المجتمع إلى الجامعـــــــات على 
أن تتدنى إلى مستوى تلبیــة إحتیاجات سوق العمل، وذلك حتى تظـــــل 

















نظـــــرة المجتمع للبحث العلمى عــلى أنھ ســـر من أسرار الجامعة یجب 
أن یظـــل حبیس أسوارھا وبالتـــالى لا یطبق لخدمــة المجتمع، ممــا 
یـــــــؤدى إلى عدم إھتمام خریجى الكلیــــات التطبیقیة إلى أختیـــار 
  خدمة المجتمع  فىمشاریــع بحثیة یمكن أن یساھم تطبیقھا 
 71
  أخـــــــــــــــــــــــــرى : 
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 ثالثا:ً أوجھ قصور مخرجات التعلیم الجامعى الخاص فى جمھوریة مصر العربیة
 
بمصر، والمراد تحدیــــد أوجـــــھ ور مخرجات التعلیم الجامعى الخاص ـــقص ھناك العدیـــــــد من المؤشــــرات والدلائل التى تشیر إلى * 
" 1" بالنسبة لأوجھ القصــــــور المدرجـــــة بالجدول التالى، علما ًبأن رقم "5" إلى" 1وذلك بإختیار رقم من "من وجھة نظرك القصـــور ھذه 

























 عدم كفایة المعلومات لدى الخریجین عن طبیعة تخصصھم  1 2 3 4 5
 1
 2  ن لمھارات تطبیق ما تعلموه نظریا ًفى الواقع العملى ـــــــــإفتقار الخریجی 1 2 3 4 5
ن للغات الأجنبیة ) مثل الإنجلیزیة، ــر من الخریجیــــــــــادة الكثیــــــــعدم إج 1 2 3 4 5
 والفرنسیة (
 3
ن إلى المھارات التى تمكنھم من إستخدام التقنیات الحدیثة ) ـــــإفتقار الخریجی 1 2 3 4 5
 4  الحاسب الألى (مثل 
ات التى یحصل علیھا الطالب أثناء الدراسة ـــــوجود تضارب بین المعلوم 1 2 3 4 5
 الجامعیة، وبین ما یتم فى الواقع العملى
 5
 






  ھة قصور مخرجات التعلیم الجامعى الخاص بمصر جرابعا:ً الأسالیب المقترحة لموا
 
ك ـــــــد درجة موافقتـــــــبرجاء تحدی ھناك العدید من الأسالیب المقترحة لعلاج ومواجھة قصور مخرجات التعلیم الجامعى الخاص بمصر،  *
" یعنى لا 1" أمام كل إسلوب من الأسالیب المدرجة بالجدول التالى، علما ًبأن رقم "5" إلى" 1وذلك بإختیار رقم من " سلوب المقترحعلى الإ
  " یعنى أوافق تماما.ً5أوافق تماما ًورقم "
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ــــار الشخص ذو ـرى، أى إختیــــــــــار المورد البشــــحســـــن إختی 1 2 3 4 5
 1  ات المناسبة لشغل الوظیفةــــالمواصف
 2  ـأھیل الخریجین وتدریبھم قبل إسناد العمل ــالعمل على ت 1 2 3 4 5
اء أداء العمل وعلاج أى قصـور یظھر فى ـالإشـراف والمتابعة أثن 1 2 3 4 5

















ــطة والمھام ــــل ) أى التعرف على الأنشــــل وتصمیم العمـتحلی
ـف الوظیفة بشكل ــــة، وتصمیم وتوصیــــــة للوظیفــــالمكونـ
ـد ــــــــــــات من سیشغلھا، وتحدیـــــــد مواصفــــــب، وتحدیــــــــمناسـ












ة ـات الوظیفیـــــــار  الوظیفى ) أى تخطیط التحركـــــتخطیط المس
  (المختلفة للعامـلین بالمنظمة، من نقل وترقیـة وتدریب وإنتداب وغیرھا
 5
 




 * برجاء تحدید ما إذا كنت قد إستخدمت ھذا الإسلوب أم لا بوضع علامة بالمكان المناسب بالجدول




  رى، أى إختیـــــــــــار الشخص ذو المواصفات المناسبة لشغل الوظیفةـــالبش حســـــــن إختیار المورد نعم لا
  ل ـــــــــــاد العمــــــــــــــل على تـأھیل الخریجین وتدریبھم قبل إسنـــــــــــالعم نعم لا
 نعم لا
 
  داء بالتدریب ـراف والمتابعة أثناء أداء العمل وعلاج أى قصـــور یظھر فى مستوى الأــــالإشـــ
ــل وتصمیم العمـــل ) أى التعرف على الأنشــــــطة والمھام المكونــــــة للوظیفة، وتصمیم ــــتحلی نعم لا
ـف الوظیفة بشكل مناســب، وتحدید مواصفات من سیشغلھا، وتحدیـد المسئولیات الملقاه ــــوتوصی
  (على عاتقھ
تخطیط التحركات الوظیفیة المختلفة للعامـلین بالمنظمة، من نقل ـار  الوظیفى ) أى ـــتخطیط المس نعم لا
  (وترقیــــــة وتدریب وإنتداب وغیرھا
مدى توافق خصائص مخرجـــات الأكادیمیــة العربیـــة للعلوم والتكنولوجیا          ومتطلبات العمل بالقطاع الخاص فى جمھوریة مصر : خامسا◌ً ً
 العربیة                  
 
نقل بحرى (،  –ھندسة  –* من واقع قیامــــك خلال عدة سنــوات سابقة بتعیین عدد من خریجى الأكادیمیة على إختلاف مجال تخصصھم ) إدارة 
" 5" إلى" 1برجاء تحدید رأیك حول خریجى الأكادیمیة ومدى توافقھم مع متطلبـات سوق العمل الخاص بمصـــــــــر، وذلك بإختیار رقم من "
  " یعنى أوافق تماما.ً5" یعنى لا أوافق تماما ًورقم "1م كل عبارة من العبارات المدرجة بالجدول التالى، علما ًبأن رقم "أما
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المھارات التى یكتسبھا خریجى الأكادیمیـــــــة من دراستھم 
الجامعیـــــة تتفق مع المھارات المطلوبة للعمل بالقطاع الخاص 












المعارف التى یكتسبھا خریجى الأكادیمیــــــــة من دراستھم 













الخبرات التى یكتسبھا خریجى الأكادیمیـــــــــة من دراستھم 
الجامعیـــــــة تتفق مع الخبرات المطلوبة للعمل بالقطاع الخاص 
 بمصر
 3
 خریجى الأكادیمیـــة یحصلون على وظائف بمجرد تخرجھم 1 2 3 4 5
 4
 5 خریجى الأكادیمیــة لا یحتاجون إلى أى تدریب قبل بدء العمل 1 2 3 4 5
الطلب على خریجى الأكادیمیـــــــة فى سوق العمل الخاص فى  1 2 3 4 5




  أى مظاھر توافق أخرى 
حـــــدد:_____________________________________________________________________________________
__________________________________________________________________________________________
  ________________________________________________________
__________________________________________________________________________________________
__________________________________________________________________________________________
__________________________________________________________________________________________
 _______________________________________________________________________________________
 
 
 
 
 
 
